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"SOME CONSULTANCIES WHO FOCUS ON THIS PARTICULAR NICHE AREA 
HAVE REPORTED IN AN INCREASE IN DEMAND"
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Our last quarterly report was published very shortly after the 
result of the EU referendum and focused heavily on people’s 
initial reactions to Brexit.  We presented a balanced view but 
there was clearly some concern about the impact despite the 
most common response being “it’s business as usual for us.”

As we reflect on the situation three months later, the percep-
tion is that the expected Brexit panic didn’t really happen or 
have much immediate impact on the professional job markets.  
In fact APSCo reported that “Professional hiring remains resil-
ient post-Brexit.”   They state that:

Professional recruitment firms reported that vacancy numbers 
remained stable in August with vacancies up by 0.3% year-on-
year according to new survey data from the Association of Profes-
sional Staffing Companies (APSCo). This is in line with the latest 
data from the Office for National Statistics (ONS), which reported 
in September that the overall employment rate was 74.5% in the 
three months to July 2016 – the joint highest since comparable 
records began in 1971.

They go on to report that “IT and engineering have both recorded 
dips (7% and 8% respectively). “ and there is some anecdotal evi-
dence from our own professional networks that the engineering 
and construction sectors have already started making redun-
dancies as a result of fears about reduced investment.   Howev-
er we haven’t seen any reduction in demand in the procurement 
technology markets that we serve like spend management, P2P, 
analytics and vendor management.

In fact some consultancies who focus on this particular niche 
area have reported in an increase in demand for their servic-
es which is resulting in more aggressive hiring of experienced 
transformation specialists.

However as we report below, there are some more concerning 
trends developing in the broader corporate procurement mar-
ket. 

INTRODUCTION

"THERE ARE SOME MORE 
CONCERNING TRENDS DEVELOPING IN 

THE BROADER CORPORATE 
PROCUREMENT MARKET."



Overall demand for professionals with specific sector expertise 
remains largely unchanged from the previous quarter. In fact it 
has been strong for several consecutive quarters now as the in-
dustry appears to go from strength to strength as evidenced by 
Coupa’s recent successful IPO and healthy performances from 
other established players in the market including Proactis.

The principle demand remains around proven sales people with 
strong networks across the senior finance and procurement 
community who can help fuel growth in what is a very receptive 
market place.

We are particularly seeing significant demand for these skills in 
the UK, Nordics, Italy and France.

Specialist consultants with client facing skills and experience 
in P2P, eSourcing, Spend Analytics and/or Vendor Management 
solutions are also in strong demand from the various different 
solution providers who are enjoying growth in their client bas-
es in both public and private sectors.  

Typically most of the clients in this sector favour hiring people 
with specific knowledge of their own solution, but that does 
limit the size of the available talent pool for most organisations.  
Hiring people from direct competitors is also an attractive op-
tion because they offer transferable skills and most people can 
adapt to the new systems quickly. 

The skill shortages that we have observed in the past two years 
in this area remain, but are beginning to be alleviated to some 
degree as people acquire relevant skills in in-house roles by 
implementing and using the latest generation of spend man-
agement platforms.  

Such people can potentially increase their earnings and develop 
their skills in this area further by joining one of the many grow-
ing solution providers, but often need to be prepared to travel 
more as much of the work is based on client sites rather than 
head office.

As mentioned above, the demand from the consultancies who 
specialise in the implementation and resulting transformation 
projects that arise from organisations buying procurement 
solutions has remained strong throughout the quarter. 

Some consulting business leaders have reported a noticeable 
increase in new projects resulting in further intensification of 
the competition for scarce resources in this area.  Those with a 
strong consulting skill set allied to specific knowledge of Coupa 
and/or Ariba implementation projects remain the most sought 
after individuals after the proven sales people.

The interim market for implementation consultants with specif-
ic knowledge of various P2P solutions is still remarkably quiet 
given the growth in the sector and the aforementioned compe-
tition for full time resources.  

There is still spare capacity available which is good news for 
any organisations needing this expertise on a short term ba-
sis.  We still anticipate growth in this area as organisations will 
need specialist knowledge to support the change management 
around moving to the latest generation of P2P solutions.
   

SPEND MANAGEMENT & PROCUREMENT TECHNOLOGY 

"SOME CONSULTING BUSINESS LEADERS HAVE REPORTED A NOTICEABLE 
INCREASE IN NEW PROJECTS"
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“WE ARE PARTICULARLY SEEING 
SIGNIFICANT DEMAND FOR 

PROCUREMENT TECHNOLOGY SALES 
PEOPLE IN THE UK, NORDICS, ITALY 

AND FRANCE.”
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http://www.spendmanagement.co.uk/2016/10/07/coupa-ipo-a-big-success/
http://www.spendmanagement.co.uk/2016/10/12/proactis-reports-strong-growth-in-its-preliminary-results-for-the-year-to-31-july-2016/


TALENT
WANTED

SUPPLY CHAIN FINANCE & PAYMENT SOLUTIONS

The size of the SCF landscape is hard to quantify. Most com-
mentators say it is growing but it is very difficult to measure 
due to a lack of a strict product definition and a reluctance 
amongst the major players to go public on their figures. Recent 
estimates are based on analysts and consultants surveys and 
have the industry at somewhere around $250bn financed each 
year.

Interestingly, a change in regulations has now opened the door 
for insurance companies to invest in SCF programmes. Previ-
ously trade receivables weren’t considered an admitted asset 
for insurers under statutory accounting rules. That has now 
changed, opening a huge new tranche of investment capital to 
SCF programme originators. 

It would be reasonable to assume that this will provide the fuel 
for a step change in the size of the SCF market over the next 
few years. In turn, the need for staff to identify opportunities 
with corporate buyers, sell in and then manage the SCF pro-
gramme will increase significantly. 

Business Development comes in two key guises in SCF: those 
who are tasked with selling the programme to the buyer and 
the those responsible for signing up suppliers into an estab-
lished scheme. From a staffing perspective both are in demand 
with a bias towards those selling the programme to corporate 
buyers. 

Those candidates with a SCF background from either FinTech or 
banking carry a premium in terms of salary given their direct 
track record of selling a similar service. However, as SCF firms 
strive to take advantage of a potentially fast growing market 
they are now employing people with track records of selling 
other technology based solutions to a CFO client audience. In 
summary the demand for business development in this area is 
extremely high.

Predictably, growing client lists amongst supply chain finance 
providers has also created a need in greater numbers for ac-
count managers and project managers. The strongest candi-
dates have the ability to communicate with an incredibly wide 
range of stakeholders from CxO client staff to internal software 
developers.  

"THE STRONGEST CANDIDATES HAVE THE ABILITY TO COMMUNICATE WITH 
AN INCREDIBLY WIDE RANGE OF STAKEHOLDERS FROM CXO CLIENT STAFF 

TO INTERNAL SOFTWARE DEVELOPERS."
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RECENT ESTIMATES ARE BASED ON 
ANALYSTS AND CONSULTANTS 

SURVEYS AND HAVE THE INDUSTRY AT 
SOMEWHERE AROUND 

$250BN FINANCED EACH YEAR.



CONSULTANCY

The consultancy market is a mixed picture currently. At times 
there is a spike in activity linked to account development or 
potential new business. As those who watch this sector know 
this varies considerably according to the firm and region and 
/ or country concerned on an almost weekly basis. The overall 
trend has been of slow or sporadic growth but with large vari-
ations between firms.

Hiring confidence and sales appear to be strongest in those 
with a clearer market focus or those with a mixed technolo-
gy and consulting offer. We have seen clear increases in head-
count at some emerging players where their hiring numbers 
have been robust.

More established players, particularly the multi-disciplinary 
ones, appear to have had a mixed first half and many seem to 
be just waiting and seeing how things evolve in their market or 
are focused on ‘up-selling’ work from existing clients or from 
broader consulting projects. What is clear is that after some 
uncertainty caused initially by the Brexit vote (which was ex-
tended by the summer holiday period) the recruitment market 
has picked up considerably after this quieter period. 

Emerging players are being much more aggressive when bid-
ding for business as the competition has increased especially 
for the longer term projects.  Many firms recognise that whilst 
many of these projects are typically low margin and will drive 
revenue rather than profit they provide excellent opportunities 
for up-selling and winning more profitable consulting projects 
once on site. So it is seen as critical to bid for these as winning 
completely new business is becoming increasingly hard.

The impact on recruitment of all this is that project and account 
management people who can either up-sell or identify opportu-
nities are in high demand as well as those who have a broader 
portfolio of skills to match increasingly varied projects in the 
pipeline

There is also strong evidence that the smaller more agile firms 
are really competing strongly for big name projects as CPOs 
look for a flexible cost effective solution.  A long term outsource 
is seen as too risky and shorter term expertise led solutions 
appear to be increasingly in demand.  This favours the smaller 
players and  the continued growth of this pattern seems to 
point to an increase in demand for interim resource as a flexible 
resource  particularly amongst some of the emerging players. 
We suspect this is a trend that  will continue and may counter 
the spare capacity we have seen in some areas of the interim 
market.
  
There is continuing evidence of some retrenchment for some 
and a focus on other less mature geographical areas in terms of 
advanced sourcing or procurement methodologies.  The US and 
Dubai are growing markets and we have seen a recent spike 
in people moving there for work as well as some businesses 
refreshing their offer and their team in the region.
 

"THE US AND DUBAI ARE GROWING MARKETS AND WE HAVE SEEN 
A RECENT SPIKE IN PEOPLE MOVING THERE FOR WORK AS WELL AS 
SOME BUSINESSES REFRESHING THEIR OFFER AND THEIR TEAM IN 

THE REGION."

 Edbury Daley Services        9            8       Quarterly Market Update Q3 2016

WE HAVE SEEN CLEAR INCREASES 
IN HEADCOUNT AT SOME EMERGING 

PLAYERS WHERE THEIR HIRING 
NUMBERS HAVE BEEN ROBUST.



THE PROCUREMENT MARKET
Despite the APSCo data for the overall professional hiring mar-
ket painting a relatively positive picture as outlined above, we 
are seeing some evidence to the contrary in the UK procure-
ment market.  

In fact the trends we are observing in the corporate market are 
beginning to resemble the conclusions drawn by the HR body 
the CIPD who published a survey in conjunction with Adecco in 
August.  Their findings included this statement - “the proportion 
of employers expecting to increase staff over the next three 
months dropped from 40% ahead of the EU referendum vote to 
36% after it.“.
It went on to say that the fall was "significantly sharper" among 
private sector firms.  Acting CIPD Chief Economist Ian Brinkley 
said at the time: "While many businesses are treating the im-
mediate post-Brexit period as 'business as usual', and hiring in-
tentions overall still remain positive, there are signs that some 
organisations, particularly in the private sector, are preparing 
to batten down the hatches," 

What we are seeing in the private sector procurement market is 
that the overall demand for experienced middle and senior level 
procurement specialists in key areas of indirect spend remains 
largely unchanged so far this year, but the market is increasing-
ly showing signs of quite cautious behaviour.  
There have been numerous examples that we have seen, both 
within our own client base and from the anecdotal evidence 
we gather from active job seekers who talk to us about their 
experiences in other recruitment processes.  

Typical examples include:

•	Long, drawn out interviewing processes with 
multiple stages

•	Clients regularly missing self imposed deadlines 
for progress

•	Unexpected internal appointments following a 
comprehensive external “beauty parade”

•	Ever changing requirements in skills, experience 
and/or salary range - hiring managers regularly 
moving the goal posts.

All these characteristics point to an unwillingness to make de-
cisions and are symptomatic of an uncertain economic environ-
ment.   That is precisely what we have in the UK at the moment 
with so much speculation surrounding how the post Brexit UK 
economy will perform.    

Such pedestrian recruitment processes existed long before the 
EU referendum, so if the CIPD is correct and there is more cau-
tion, then the slow recruitment processes that are now typical 
of many large organisations could potentially get worse whilst 
the government negotiates the terms on which the UK will 
leave the EU.

When we read any of the procurement focused research reports 
published by the major consultancies we hear that CPOs are 
prioritising talent attraction, skills development or recruitment 
and retention, but it appears that the market is telling us that 
this is largely hollow talk.

"WITH REGARD TO LEADERSHIP ROLES, OPPORTUNITIES REMAIN SCARCE 
WITH NUMEROUS CANDIDATES IN THE MARKET FOR SUCH POSITIONS."

PEDESTRIAN RECRUITMENT 
PROCESSES EXISTED LONG BEFORE 

THE EU REFERENDUM

In fact little is changing in many large organisations.  Where 
companies do “get it” it has become a significant source of 
competitive advantage and it is these companies that the best 
recruiters and candidates want to work for.  These companies 
now have an even better opportunity to hire the best talent 
whilst others procrastinate and risk disengaging strong can-
didates.
 
One other interesting development in the full time market in 
recent months has been the rise of the counter offer.  In the 
aforementioned research studies procurement leaders talk 
about wanting to retain and develop their best people. However 
in many cases people don’t see or feel that until they get to the 
stage where they are ready to resign.  This  suggests that they 
aren’t seeing clear promotion paths, professional development 
or feeling valued.

The counter offer is often a panic measure from a manager who 
fears the impact of losing a key member of staff and/or the 
problems they will encounter in hiring a replacement.  However 
it does reflect that companies are understanding the impact of 
losing good people in a market that still has skills shortages in 
key areas, particularly around effective stakeholder and suppli-
er relationship management.

With regard to leadership roles, opportunities remain scarce 
with numerous candidates in the market for such positions.  
These include both proven leaders and those who aspire to the 
top position for the first time.  This is also an area where we 

are seeing and hearing about the never ending “beauty parade” 
style processes that ultimately prove so frustrating for so many 
job seekers.  

We are constantly contacted by experienced people looking for 
this type of role.   There is no shortage of strong candidates. 
This is one area of the procurement market where hiring com-
panies really can be spoilt for choice.

In the procurement interim market, we are seeing some evi-
dence of increased spare capacity, again particularly from ex-
perienced professionals who have previously held leadership 
roles.  

Our belief that the interim market has been less than bouyant 
since the 2015 election is supported by the number of people 
who are available for interim assignments across the experi-
ence spectrum.  If this situation had changed materially since 
June we would point to it as another indicator of some caution 
in the marketplace but it goes back further than that as previ-
ously reported.
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In our Q1 report earlier this year we asked 
the question how many procurement 
jobs are going to be replaced by the in-
creasingly powerful technology availa-
ble to procurement and finance leaders?  
We then went on to consider how the 
modern procurement professional could 
adapt his or her skill set to embrace the 
developments in technology and develop 
their career.

At the recent eWorld event I enjoyed the 
very interesting keynote presentation 
from Giles Breault, former CPO of Novar-
tis.    He covered a number of topics but 
it was his vision of the future role of pro-
curement  that was of particular inter-
est to me.  He talked about the need to 
move away from the traditional focus on 
savings to deliver more innovation and 
a wider range of value contributions to 
major organisations.  (There’s more detail 
in this article on the excellent Spend Mat-
ters)

What struck me as a specialist recruiter 
was whether the profession currently 
has the skills to achieve Breault’s vision 
of what procurement will bring to major 
organisations in the future?

Earlier in my career procurement leaders 
would brief me on their requirements and 
“negotiation skills” would feature promi-
nently in the early stages of almost every 
discussion.  Hardly anyone mentions 
them to us any more when describing the 
person they want to hire.  Why is that?  
Do we now take those skills for granted?

For a long time, relationship management 
and stakeholder engagement skills have 
consistently been a key requirement for 
hiring managers looking to develop the 
influence of their function internally.  
Whilst they clearly remain vital, many or-
ganisations don’t seem to have moved on 
from this.

Where is the demand for people who 
genuinely understand risk management, 
or those that can demonstrate evidence 
that they have truly harnessed supplier 
innovation to achieve true competitive 
advantage for their employers?  

We are now at a stage where leading 
“world class” procurement functions of-
fer the sort of value add proposition that 
Breault talked about, but they are still in 
a small minority. In some businesses the 
CPO position has been rebadged as Chief 
Value Officer to demonstrate the wider 
capability.

Most of these functions have already, or 
are in the process of, leveraging digital 
technologies to create a new way of do-
ing procurement, complete with changes 
to their operating model and how they 
interact with the business.  

Whilst technology will undoubtedly be at 
the heart of these changes, it’s not just 
about the latest solutions, we need the 
skills to realise their true value to the or-
ganisation.  So far the demand for these 
skills has been met by specialists with 
deep expertise in the solutions rather 
than typical procurement professionals.  

We are only just beginning to see that 
develop into a mainstream demand for 
these technology orientated skills as part 
of a wider procurement skill set.  That’s 
why we currently recruit many more An-
alytics and eSourcing specialists than we 
do Category Managers with strong expe-
rience in either area.

If procurement leaders share Breault’s 
vision of being more customer focused 
and want to develop additional sources 
of value beyond the traditional cost sav-
ings (to name but two of his suggestions) 
then they need to start hiring and devel-
oping these skills to achieve their goals.  

So now we ask where are these skills 
coming from? Who is developing them?  
Are CPO’s thinking about their future val-
ue proposition in their hiring and training 
strategies?  Furthermore what are am-
bitious procurement professionals doing 
to position themselves as future senior 
managers and leaders?

It’s a long term concern for the profes-
sion that needs to be addressed.  As 
these objectives  evolve, so does our 
focus as we search for people with the 
skills that will shape the future of pro-
curement for the most visionary clients 
we can find to work with.   That’s why 
much of our work now focuses the pro-
curement technology market and why 
this report has evolved in recent editions 
to reflect that.  How the profession deals 
with this challenge moving forward will 
be very interesting to observe!

WHERE ARE THE SKILLS THAT WILL SUPPORT 
PROCUREMENTS EVOLUTION?

WE CURRENTLY RECRUIT MANY MORE 
ANALYTICS AND ESOURCING 

SPECIALISTS THAN WE 
DO CATEGORY MANAGERS 

CONCLUSION - THE CHANGING DEMANDS ON PROCUREMENT
BY ANDREW DALEY
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edburydaley

Andrew is one of two founding 
Directors and the leader of the 
procurement practice for Ed-
bury Daley, a niche recruitment 
consultancy formed in 2005.  
His core strength is mid to sen-
ior level procurement appoint-
ments with emphasis on key 
skills like strategic sourcing, 
procurement transformation 
and stakeholder engagement. 
He has over eighteen years ex-
perience of recruiting procure-
ment professionals across the 
private sector.
In 2010 he began to develop a 
specialist SRM practice, and 
has since had increasing suc-
cess in the growing Procure-
ment Services sector which 
includes consultancies special-

ising in procurement led trans-
formation programmes and the 
deployment of spend manage-
ment and data analytics tools. 
He regularly publishes com-
mentary on the employment 
market conditions for the pro-
curement profession including 
the highly regarded quarterly 
procurement market update, 
some research studies and oth-
er articles on issues affecting 
the profession. 
Andrew’s career in Executive 
Recruitment started when he 
joined The PSD Group in 1995.  
In 1998 he was asked to take 
responsibility for launching the 
new Purchasing & Supply Chain 
division and has specialised in 
procurement ever since.  He can 

list some of the leading profes-
sionals in the sector amongst 
his regular customers and is 
particularly well networked 
across the consultancy field. 
He left PSD to launch a new 
Purchasing & Supply division 
for Ajilon in 2002 as Head of 
Practice but left in December 
2004 to start the Edbury Daley 
business with co-Director Si-
mon Edbury.
Andrew was educated at Wil-
liam Hulme’s Grammar School 
in Manchester before graduat-
ing from the University of Shef-
field with an honours degree 
in Economics in 1993.  Outside 
of work he is a devoted father 
to his two daughters and keen 
golfer.
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ANDREW DALEY

A graduate of London Univer-
sity, Simon has been in the re-
cruitment industry since 1996 
when he joined PSD. After six 
years, he joined Ajilon Execu-
tive to start a new executive 
recruitment team in the North 
West. Here he broadened his in-
dustry contacts and knowledge 
by working with a greater vari-
ety of clients on senior recruit-
ment projects.

After great success within cor-
porate recruiters, January 2005 
saw Simon and Andrew estab-
lish Edbury Daley which has 
provided a specialist and ded-
icated senior level recruitment 
service to an ever increasing 
client list.
Simon is renowned for his 
professional, reliable, direct 
approach to both clients and 
candidates. His no nonsense 

approach combined with deep 
industry knowledge has earned 
him an outstanding reputation.
Outside of work he enjoys fam-
ily life, playing golf and follow-
ing the NFL.

Peter is Associate Director at 
Edbury Daley and specialises 
in procurement following five 
years leading recruitment at 
procurement outsourcer Proxi-
ma. 
He has more than eighteen 
years’ recruitment experience 
spanning a number of sectors 
including aerospace engineer-
ing, manufacturing, profes-
sional services and corporate 
functions such as HR, finance 
and procurement. As a result 
he has an extensive network 

of contacts and a strong track 
record in mid to senior level 
appointments, most recently in 
procurement.
He began his recruitment career 
in MRI / Humana, a niche exec-
utive search specialist, in 1996. 
In 2000 he moved in-house to 
head-hunt a new management 
team for Manpower, and then 
led a complete transformation 
of the recruitment process at 
Rolls-Royce plc, working close-
ly with Procurement to restruc-
ture the recruitment supply 

chain. He then joined BDO Stoy 
Hayward to head up its Re-
sourcing team, before moving 
to Proxima in 2009.
Peter is a Fellow of the Char-
tered Institute of Personnel and 
Development and has a Mas-
ter’s degree in Human Resource 
Management , as well as a de-
gree in Geography. Outside of 
work he has two teenage sons, 
is a long-suffering Newcastle 
United supporter and is a keen 
walker.

Cosmin graduated BSc (Hons) 
International Business, Finance 
and Economics at The Universi-
ty of Manchester in July 2014. 
In September 2014 he started 
working as a Research Con-
sultant at EdburyDaley and has 
since been promoted to Prin-
cipal Procurement Research-
er - EMEA.  His focus is on the 

Procurement Transformation 
Consultancy, Spend Manage-
ment and corporate procure-
ment sectors. As an EU national 
working in the UK, he is par-
ticularly well networked across 
Europe and other EU nationals 
working in the UK.

SIMON EDBURY

PETER BROPHY

COSMIN GRAUR
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Edbury Daley places outstanding professionals in to a wide 
range of businesses in the key areas of procurement, supply 
chain, consultancy and spend management technology. 

Our people, our knowledge and our networks are outstanding 
and we are constantly challenging our clients and ourselves to 
recruit more effectively. We know our market and we are pas-
sionate about sharing that knowledge.

Our reputation is founded on providing consistency, profession-
alism and honesty in every single assignment, regardless of 
size. Our procurement recruitment knowledge is unrivalled and 
we will continue to set industry standards. Edbury Daley is the 
recruitment company that others aspire to.

Specifically, our client engagement incorporates the following:

•	 Evaluate client procurement vacancy requirements in 
relation to the prevailing market conditions.

•	 Offer market leading advice on how to improve recruitment 
success rate and reduce associated hiring timescale.

•	 Work with clients to create a compelling proposition to 
candidates for their procurement and supply chain vacan-
cies.

•	 Empower our clients with highly accurate market intel-
ligence including the latest salary data in procurement, 
consulting and spend management.

•	 Utilise an international network of procurement profes-
sionals to creatively source the best candidates.

More info at www.edburydaley.com
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